Expatriate assignments requiring interactions across cultural and linguistic boundaries are challenging. Expatriate failures have been ascribed to a lack of crosscultural competence (CC) and cultural intelligence (CQ). While CC and CQ frameworks indicate characteristics needed for successful intercultural interaction, they provide little information about language proficiency and its interactions with cultural competences. We present a framework for evaluating the influence of different levels of proficiency in language and culture as well as the consequences of the interaction of these types of proficiency.
INTRODUCTION
Expatriate assignments require communication across cultural and linguistic boundaries presenting certain challenges. The results can be costly when expatriates fail to perform. Cost estimates range from $250,000 to $1 million, depending on the level of the manager concerned and the speed with which a replacement must be found [9] . Expatriate failures have been ascribed to a lack of crosscultural competence (CC) [8] and cultural intelligence (CQ) [5] , referring to the ability to utilize a set of knowledge, skills, and personal attributes in order to interact successfully with people from different national cultural backgrounds.
While CC and CQ frameworks have been beneficial in indicating characteristics needed for successful interaction with foreign cultures, they provide little information about language proficiency and its interactions with cultural competences. Language has been neglected perhaps because English has been accepted as lingua franca in international business, or because employees in multinational companies (MNCs) are expected to master the language of the parent company's home country. Host country language proficiency is assumed to indicate cultural competencies. This, however, is not always the case, as with first generation immigrants who speak the language, but do not understand the culture in the country of origin of their parents or grandparents.
A more comprehensive understanding of the challenges faced by expatriates emerges when one examines the combined influence of cultural and language competencies. The present paper presents a framework for evaluating the influence of different levels of proficiency in language and culture as well as the consequences of the interaction of these types of proficiency. This may help to improve expatriate training and selection.
CC AND CQ FRAMEWORKS
Expatriates with the right knowledge, skills and abilities in CC [8] and CQ [5] are expected to be able to adjust and work successfully in foreign countries. The knowledge dimension includes specific and general knowledge about culture, language, and the rules of interaction. The skills dimension includes an individual's set of specific skills that have been acquired over time (such as foreign language proficiency, effective stress-management, adapting to the behavioral norms of a different cultural environment, or conflict resolution) [5] . For example, one needs to have the right skills and competences in verbal and nonverbal languages for efficient intercultural communication. Other personal dimensions that have been studied include personality traits, internalized values, norms, and beliefs of one's home culture [1] . Behavioral adaptations in CC and CQ frameworks enable expatriates to bridge cultural distance and improve intercultural interactions.
Drawing on similarity-attraction paradigm [3] , adaptations in CC and CQ frameworks lead to perceptions of similarity, which in turn, lead to positive attitudes toward the members of the other culture. In support, a study shows that perceived similarity in communication style, perceived support in self-concepts, and positive expectations were strong predictors of inter-ethnic and intra-ethnic attractions in initial interactions [11] . Other studies have shown that some linguistic and behavioral accommodation has a positive effect in this way, but that there is some optimal level of adaptation of another culture's patterns beyond which the effects are less positive [7, 16] . These studies with a curvilinear relationship between accommodation and acceptance are in line with social identity theory [15] in which extensive adaptation can be perceived negatively because local employees desire distinctiveness and react negatively if this group distinctiveness is threatened by expatriates perceived as out-group members [7] .
While CC and CQ frameworks are related research help to understand the profiles needed for successful adjustment in foreign cultures, they focus on cultural competence, which is not necessarily sufficient for effective intercultural communication in foreign subsidiaries with language barriers [13] . Although language is generally agreed-upon as a learned symbol system used to represent the experiences within a geographic or cultural community [14] , cultural values as presented in CC and CQ frameworks are considered as inseparable concepts, as well as to develop and function in a similar way. That is, cultural and language competence develop in a parallel fashion. Little is consequently known about the benefits and challenges accompanied with different levels of host country language proficiency as well as cultural proficiency.
Instead of assuming that the influence of language and cultural incompetence is considered to have the same impact, expatriates may be evaluated differently depending on their host country language proficiency. In addition, the combined impact of language and cultural incompetence may not be not additive but rather interactive. Adding one thing (cultural incompetence) to another (language incompetence) can give rise to an outcome perceived to be less negative or wrong if either negative component were to be considered alone [12] . Given the complex interaction effects between culture and language competences, a more holistic picture emerges when one takes them both into account.
CULTURAL AND LANGAUGE COMPETENCIES
Cultural and language competences and their interactions are presented in a two by two diagram (Figure 1 ).
Figure 1: Four modes of cultural and language competence

Novice -Low cultural competence x Low language competence
Expatriates without sufficient host country cultural and linguistic competencies belong to this category. Due to their low host country language competence, these expatriates are at the mercy of linguistically competent local employees. Cultural blunders are also likely to separate these expatriates from local employees, increasing anxiety and frustration and decrease crosscultural adjustment among these expatriates. Alternatively, poor local language proficiency can shield culturally incompetent expatriates from initial criticism because it signals a lack of understanding of local cultural rules [12] . Poor host country language proficiency can act as a signal a of these expatriates' "foreignness" and presumed lack of understanding of the new cultural rules. This assumption is grounded in research on discounting [10] , which suggests that perceivers will discount any one potential cause for an event to the extent that other potential causes are also available [6] .
Cultural interpreter -High cultural competence x Low language competence
Expatriates living for a long time in linguistically distant countries belong to this category, for example, Western expatriates in China and Japan. Although these expatriates need to rely on linguistically skilled local employees to interact with local employees, they can develop smooth work relations with local employees due to their cultural competencies. These expatriates, however, can feel deprived of their ability to communicate and express themselves in foreign subsidiaries due to the limited amount of linguistically competent local employees. Comprehension problems caused by inadequate knowledge of the language on the part of at least one interlocutor are also present in communicative interactions. Two types of expatriates belong to this category. First, expatriates who have learned host country language without being exposed to host country culture. Second, expatriates whose parents are from the host culture but have been raised in the home (parent company) culture. While these expatriates are competent in the verbal language of the new culture, they have problems to adjust and interpret correctly differences in behavior and nonverbal language. Several problems can exist when interacting with host country nationals such as low identification on both sides and little tolerance by host country nationals for cultural blunders. Indeed, anecdotal evidence suggests that second-generation Chinese expatriates frequently fail to create smooth work relations with their Chinese colleagues and subordinates.
Expert -High cultural competence x High language competence
These expatriates are able to conduct all intercultural communication without relying on language intermediaries or engaging in language simplification strategies. While these expatriates can still be considered as out-group members by local employees, they have better chances to penetrate through language and cultural barriers than other expatriates. Since these expatriates can identify with local employees, they can to act on behalf both the headquarters and the subsidiary. These expatriates have valuable insights into the local market having adopted the host country's business practices, culture, and language but can "go native" and not to pass their knowledge on for global coordination efforts because they are concerned mainly for local operations [2] .
In addition, local employees may not accept expatriates to act like locals [7] . This means that very 'native' behavior could create confusion and uncertainty among the locals, and thus make communication more difficult. A study by Dahl and Habert [4] , for example, shows that a lot of Japanese were more uncertain and confused when confronted by a foreigner who spoke Japanese fluently and acted exactly like a Japanese than when confronting an 'ordinary' foreigner. In some cases the Japanese even felt so uncertain that they chose to ignore culturally and linguistically competent foreigners. They did not know how to act towards him, because they could not categorize him as either Japanese or foreign. These kinds of challenges of being accepted by local people are likely to occur in mono-linguistic collective cultures, such as Japan and South Korea.
CONCLUSION
We believe that this framework can help us to better understand the challenges faced by expatriates. We argue that there is a need to integrate the literature on linguistic and cultural competence which has developed separately. In this way we can develop a better understanding of the competencies needed to be effective in international assignments and improve methods of selection and training.
